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Chapter 1. Overview of the Guide 
1.1 Purpose and Vision 
People are our greatest asset in executing the Civil Works Planning mission within the U.S. Army Corps 
of Engineers (Corps). The goal of the Planning Community of Practice (PCoP) is to have planners who are 
ŜǉǳƛǇǇŜŘ ŀƴŘ ŎŀǇŀōƭŜ ƻŦ ǎƻƭǾƛƴƎ ǘƘŜ bŀǘƛƻƴΩǎ ǘƻǳƎƘŜǎǘ ǿŀǘŜǊ ǊŜǎƻǳǊŎŜǎ ŎƘŀƭƭŜƴƎŜǎΣ ǿƘŀǘŜǾŜǊ ǘƘŜȅ Ƴŀȅ 
be, now and in the future.  
 

The CorpsΩ ability to efficiently deliver integrated 
and sustainable water resources solutions in a 
timely manner is partially dependent on developing 
and enhancing our current planning capability. 
Planning capability is essential to the maintenance 
and development of a sound Civil Works program. In 
recognition of the technology that is available to 
ǎǳǇǇƻǊǘ ǘƻŘŀȅΩǎ ǘǊŀƛƴƛƴƎ ŜŦŦƻǊǘǎ and the number of 
planners that need training, this training strategy 
recommends the use of local resources and 
alternate delivery methods where it can provide an 
acceptable alternative to traditional classroom 
offerings.   
 

The purpose of the Planning Workforce DevŜƭƻǇƳŜƴǘ DǳƛŘŜ όƘŜǊŜŀŦǘŜǊ ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ άDǳƛŘŜέύ ƛǎ ǘƻ 
provide members of the PCoP guidance in holistic development based on their individual career goals 
and the knowledge, skills, and abilities needed to practice planning.  The Guide provides planners and 
their supervisors with a strategy to create an individualized career development plan.  While there is no 
guarantee that use of this document will result in achievement of intermediate or ultimate professional 
goals, the information herein can be used to make informed career decisions at any level for 
development and promotion in the PCoP and its sub-Communities of Practice (sub-CoPs).  
 

1.2 Maintenance of this Guide 
The Planning Workforce Development Committee (PWDC) is the author of this document and is 
responsible for its maintenance. The Guide is a living document and should be updated at least once per 
year. The current version of the Guide will be on the Planning Community Toolbox, the primary source 
of information on Corps planning policy, guidance, processes, and tools. More information on the 
Planning Community Toolbox can be found in Appendix J.   

The PWDC is the central body guiding the overall development of Corps planners. The PWDC serves in 
an advisory capacity to the Deputy, Headquarters (HQUSACE) Planning Community of Practice (PCoP 
Deputy), who in turn advises the HQUSACE Planning and Policy Chief. The PWDC provides 
recommendations to set the strategic direction for the future PCoP training program, to include formal 
and informal training, as well as planner certification (Water Resources Certified Planner Program and 
Agency Technical Review certification), and planner workforce development. 

¢ƘŜ t²5/Ωǎ Ǝƻŀƭ ƛǎ ŦƻǊ ŀƭƭ ŀǎǇŜŎǘǎ ƻŦ ǇƭŀƴƴŜǊ ǿƻǊƪŦƻǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘ ǘƻ ōŜ ŎƻƴǎƛŘŜǊŜŘ ƘƻƭƛǎǘƛŎŀƭƭȅ ŀƴŘ 

implemented with the highest level of professionalism, and to support an atmosphere of planning 

creativity, quality and relevant instruction, and network exposure in as timely and cost effective a 

manner as possible. The PWDC seeks to reduce redundancy in content development across planning 

Professional 

Development  
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training programs and courses, and to consider the needs of all members of planning project delivery 

teams (PDTs) to understand planning. 

1.3 Audience 
This document applies to all PCoP team members across all career levels at the HQUSACE, major 
subordinate commands (MSCs), districts, labs, and field operating activities (FOAs) having Civil Works 
Planning and training responsibilities. The Guide is intended for members of all four sub-CoPs in 
Planning including Plan Formulation, Economics, Environmental, and Cultural Resources. For additional 
information on any particular subject, planners are encouraged to speak with their supervisors. 
 

1.4 Goals and Objectives 
The overarching goals of the training 
strategy are as follows: 

¶ To have planners trained, equipped, 
ŀƴŘ ŎŀǇŀōƭŜ ƻŦ ǎƻƭǾƛƴƎ ǘƘŜ bŀǘƛƻƴΩǎ 
toughest water resources 
challenges.  

¶ To improve Civil Works planning 
capabilities by providing readily 
available, timely, comprehensive and 
cost-effective training and 
development programs.  

¶ To enhance communication and understanding of Civil Works planning across all functional 
areas to improve the project delivery process. 

¶ To deliver concise, quality, and actionable decision documents. 
¶ ¢ƻ ƛƴŎǊŜŀǎŜ ǊŜǘŜƴǘƛƻƴ ŀƴŘ ǇǊƻƳƻǘŜ ǎǳŎŎŜǎǎƛƻƴ ǇƭŀƴƴƛƴƎ ōȅ ƛƴǾŜǎǘƛƴƎ ƛƴ ƻǳǊ ǇŜƻǇƭŜΩǎ ǘǊŀƛƴƛƴƎ ŀƴŘ 

development, and by preparing them for future roles of greater responsibility within the PCoP 
and the Corps. 
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Chapter 2. Career Development and Progression 
2.1 Stages of Planner Development 
Planners begin their careers as novices and then work their way to journey-level and on to expert-level 

within their sub-CoP. There are four sub-CoPs: 1) Plan Formulation, 2) Environmental, 3) Economics, and 

4) Cultural Resources. Planners may start as student interns or technicians, and then work their way up 

from GS-05 to Senior Executive Service (SES) levels. The SES is the highest career level that a civil servant 

can achieve within the Corps. 

2.2 Knowledge, Skills, & Abilities (KSAs): An Overview 

Knowledge focuses on the understanding of concepts. It is theoretical 
and not practical. An individual may have an understanding of a topic 
or tool or some textbook knowledge of it, but have no experience 
applying it. Knowledge may be demonstrated through educational 
degrees obtained and training courses or programs completed. 

Skills are capabilities or proficiencies developed through application of 
training or hands-on experience. Skills are the practical application of 
theoretical knowledge. Someone can take a course on economics, and 
therefore has knowledge of it. However, serving as an economist on a 
PDT, responsible for setting up, running and interpreting the results of economic models such as HEC-
Flood Damage Analysis (HEC-FDA), adds skills. 

Abilities are often confused with skills, yet there is a subtle, but important difference. Abilities are the 
innate traits or talents that a person brings to a task or situation. For example, many people can learn to 
negotiate competently by acquiring knowledge and practicing the skills negotiation requires. A few are 
brilliant negotiators, because they have the innate ability to persuade. 

Detailed KSAs for each sub-CoP can be found in Appendix B. 

2.3 Various Career Paths  
A career path consists of the various positions an employee moves through as he or she grows in an 

organization. The employee may move vertically most of the time, but may also move laterally or cross-

functionally to a different type of job role. 

Career paths for employees are created in order to provide the employees with a realistic picture of 

their potential for career progression and growth in the coming years in order to retain them, and also 

as a key element in succession planning. Having a clear idea about future positions and job 

responsibilities, the employee and the agency can work to identify areas where relevant training is 

required to build competencies to fulfill future job requirements. 

An office should also work towards ensuring that its employees move in the career path the way they 

want. Proper job analysis should be done in order to make sure the employees are satisfied and achieve 

higher positions in the organization they want, rather than moving to other organizations in search of 

better opportunities. An employee must also constantly acquire new skills, both technical and soft. 

Technical or hard skills can be defined as job-specific skills and knowledge required to perform a job. 

Hard skills are skills you can gain through education, training programs, certifications, and on-the-job 
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training. These are typically quantifiable skills that can be easily defined and evaluated.  Soft skills, on 

the other hand, are interpersonal (people) skills. These are much harder to define and evaluate. Soft 

skills include communication skills, listening skills, emotional intelligence, leadership abilities and conflict 

management, among others. In general, at earlier career development stages, technical skills are more 

important, while soft skills become more important in later career development stages. 

2.4 Career Roadmap 
A career roadmap is a visual guide that shows employees where they can go in their career and how to 
get there depending on their current position. This sub-section contains an example, high level career 
roadmap for personnel in the Plan Formulation sub-CoP. Detailed, current career roadmaps can be 
found in Appendix A. 

 
 
2.5 Individual Development Plans 
An Individual Development Plan (IDP) is a tool to assist employees in their career and professional 

development. Its primary purpose is to help employees reach short-term and long-term goals, as well as 

improve current job performance. An IDP is not a performance evaluation tool or a one-time activity; it 

should be looked at like a partnership between the employee and the supervisor. It involves preparation 

and reoccurring feedback. Planners should have a current, approved 5-year Individual Development Plan 

(IDP) within their first 90-days on the job. The IDP can be created using ENG Form 5055 or through the 

Army Career Tracker. Related guidance is ER 350-1-420.   

https://actnow.army.mil/
https://corpslakes.erdc.dren.mil/employees/policy/ER/ER-350-1-420.pdf
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Chapter 3. Novice & Apprentice Planner Development (Generally 

GS-5/7) 
3.1 Expectations and Responsibilities 
Novice and Apprentice Planners are typically fairly green when it comes to experience with the Corps, 

let alone Corps planning, and are expected to take advantage of on-the-job opportunities that facilitate 

training and shadowing. While Novice Planners are still familiarizing themselves with basic aspects of the 

Civil Works planning process, Apprentice Planners may have a broad understanding of Corps planning 

but still need substantial experience. The typical expectations listed below are a summary of the duties 

contained within 5 U.S.C. 5104, Basis for grading positions. The typical responsibilities have been taken 

from example position descriptions for GS-5/7 planning personnel. 

 
Typical Expectations: 

¶ Perform, under general supervision, work in a professional, scientific, or technical field, 
requiring τ  
ω broad working knowledge of a special subject matter or of office, laboratory, 

engineering, scientific, or other procedure and practice;   
ω the exercise of independent judgment in a limited field;  
ω simple and elementary work requiring professional, scientific, or technical training;  

 
Typical Responsibilities:  

¶ Opportunities for development and training. Assignments involve more responsibility as the 
incumbent increases knowledge and skills through work experience and academic training.  

¶ Applying planning principles and techniques. 

¶ Assisting with the planning, organizing, and implementation of scientific or engineering 
investigations.  
 

3.2 Technical Training 
The Planning Core Curriculum (PCC) program was established to ensure that planners in the Civil Works 

Program receive the knowledge and skills needed at the early stage of their careers to move 

progressively from entry-level planner to the journeyman stage of development.  These and other 

ǘŜŎƘƴƛŎŀƭ ŎƻǳǊǎŜǎ Ŏŀƴ ōŜ ŦƻǳƴŘ ŜŀŎƘ ȅŜŀǊ ǿƛǘƘƛƴ ǘƘŜ tǳǊǇƭŜ .ƻƻƪ ƻƴ ǘƘŜ ¦{!/9 [ŜŀǊƴƛƴƎ /ŜƴǘŜǊΩǎ ό¦[/ύ 

website (https://ulc.usace.army.mil). Sub-CoP-specific course recommendations for GS-5/7 planning 

personnel can be found in the roadmaps located in Appendix A.  

The first two courses in the PCC Program are recommended for novice and apprentice planners and are 
listed below. The third and final course in the PCC program is recommended for journey-level planners 
after the completion of PCC1 and PCC2, and is discussed in Chapter 4.  
 

¶ 86 - PCC1: USACE Civil Works Project Development Process ς This distributed learning online 
course introduces students to the life-cycle of Civil Works projects and an understanding of 
the Corps Civil Works program. It is designed for Corps employees who are new to Civil 
Works or individuals who require an overall understanding of, and the procedural stages 
involved in, the development of Civil Works projects. This is a 9-hour course with on-
demand narrated lessons.  No travel or per diem is required. 

https://ulc.usace.army.mil/
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¶ 77 - PCC2: Planning Essentials  -- This course enhances ǘƘŜ ǎǘǳŘŜƴǘΩǎ ƪƴƻǿƭŜŘƎŜ ŀƴŘ 

awareness of the Corps planning process by providing training on the Six-Step Planning 
Process and how to integrate engineering analysis, public involvement, and environmental 
and economic considerations during the development and evaluation of alternative plans 
ŦƻǊ ǘƘŜ /ƻǊǇǎΩ ǿŀǘŜǊ ǊŜǎƻǳǊŎŜǎ ŘŜǾŜƭƻǇƳŜƴǘ ƳƛǎǎƛƻƴǎΦ ¢ƘŜ ǊƻǳƎƘƭȅ пл-hour distributed 
learning course is held over specific 8-week periods.  The course includes live interactive 
webinars, with the rest of the time spent on narrated lessons, reading assignments, and 
application assignments. No travel or per diem is required. 

 
3.3 Mentoring  
In addition to working with their supervisor, entry level planners should take advantage of the 
assistance offered by mentors. A mentor is a person willing and able to devote time to discuss and 
review your career plans with you and to guide and direct you in career planning or professional 
development. A mentor serves as a sounding board to assist in clarifying career plans, balancing work-
life commitments, and other challenges. A mentor may be selected informally, such as someone you 
know has a good perspective of the Corps mission and how your organization fits into the broader goals 
and objectives that transcend day-to-day routine operations. Alternatively, you can select a mentor 
from a formal mentoring program offered by your District. Whether informal or formal, a mentor is an 
ŀŘǾƻŎŀǘŜ ǿƘƻ ǇǊƻǾƛŘŜǎ ŜƴŎƻǳǊŀƎŜƳŜƴǘ ŀƴŘ ŎŀǊŜŜǊ ƎǳƛŘŀƴŎŜΦ CƻǊ ƳƻǊŜ ƛƴŦƻǊƳŀǘƛƻƴ ƻƴ ȅƻǳǊ 5ƛǎǘǊƛŎǘΩǎ 
mentor program, talk with your supervisor. 
 
In addition to the kind of individual mentoring discussed above, the PCoP established the Planning 

Mentor Program in FY18 to offer study-, or execution-focused mentoring. The Program was initiated 

with the goal of driving a culture of risk management within the Corps and assisting Districts in 

successfully delivering studies. These Planning Mentors are available to coach and mentor planners on 

SMART and risk-informed planning principles and procedures. Planning Mentors are a useful resource to 

planners, empowering them (and other PDT members) to make risk-informed decisions. They can offer 

support through early rapid iterations and risk analyses, applying the methodologies in the Planning 

Manual Part II: Risk-Informed Planning. Other examples of Planning Mentor assignments include: 

helping PDTs think through risk buy-down options to successfully identify the TSP, reviewing Risk 

Register entries, supporting public meetings, and assisting with re-formulation strategies based on 

stakeholder concerns. For more information on how to utilize Corps personnel in the Planning Mentor 

Program, talk with your supervisor. 

3.4 Leadership Training  
The Army Civilian Education System (CES) is a progressive and sequential leader development program 
that provides enhanced leader development and education opportunities for Army civilians throughout 
their careers. CES provides self-development and institutional training to develop leadership attributes 
through distance learning (dL) and resident training. Planners at the GS-5/7 level are expected to take 
the CES Foundation Course and CES Basic Course. For more information, visit 
https://usacac.army.mil/organizations/cace/amsc/cesSchedule.  
 
Each District has a Leadership Development Program (LDP). The key elements of the LDP include an 

ŀƴŀƭȅǎƛǎ ƻŦ ƻƴŜΩǎ ƭŜŀŘŜǊǎƘƛǇ ǎǘȅƭŜΣ ǎǘǊǳŎǘǳǊŜŘ ƭŜŀŘŜǊǎƘƛǇ ǘǊŀƛƴƛƴƎΣ ŦƛŜƭŘ ǘǊƛǇǎ ŀƴŘ ǎƛǘŜ ǾƛǎƛǘǎΣ ǇŀǊǘƛŎƛǇŀǘƛƻƴ 

on team projects, strengths coaching sessions, and a mentoring relationship with a senior leader. The 

structure of the LDP varies across the Corps; some offices have multiple progressive levels of LDP, while 

https://usacac.army.mil/organizations/cace/amsc/cesSchedule
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others offer a separate LDP for supervisors. The LDP is often a year-long program involving self-

discovery, team-building with peers, and mentoring. More information on the LDP can be found in 

Appendix G. 

 3.5 On-the-job Training  
The best on-the-job training is that received through completing job-related tasks on multiple projects.  
Receiving and learning from feedback provided by supervisors, coaches, DQC review, and ATR are 
extremely important.  Knowledge and experience is gained by leading efforts on smaller projects and 
supporting senior staff on complex projects.  
 
Other on-the-job training 
opportunities available to GS-5/7 
planners include but are not limited 
to: 

¶ Shadowing journey-level 
or senior planners  

¶ Participating in your 
5ƛǎǘǊƛŎǘΩǎ [5t  

¶ Participating in 
professional 
organizations  

¶ Attending District Project 
Review Board meetings 
(with supervisor 
approval) for exposure 
and understanding of 
District business 
processes.  

 
 
Shadowing is a concept that links a less experienced planner with a more advanced planner or a senior 
leader. A planner may be assigned to shadow such a person during designated events or meetings. The 
planner and the person he or she is shadowing will have pre- and post-event discussions to identify and 
reflect upon observations, interactions, and outcomes of the shadowing. Each Planning Chief is 
ŜƴŎƻǳǊŀƎŜŘ ǘƻ ŜƴƎŀƎŜ ƻƴŜ ƻǊ ƳƻǊŜ ƻŦ Ƙƛǎ ƻǊ ƘŜǊ ǇƭŀƴƴŜǊǎ ǘƻ άǎƘŀŘƻǿέ ŘǳǊƛƴƎ ǘƘŜ ȅŜŀǊΦ  
 
3.6 Self-Development  
Sub-CoP-specific resources are listed in Appendix A. Resources for self-development of all sub-CoPs 
include: 

¶ L²wΩǎ tƭŀƴƴƛƴƎ tǊƛƳŜǊ 

¶ L²wΩǎ tƭŀƴƴƛƴƎ aŀƴǳŀƭ Part I 
¶ L²wΩǎ tƭŀƴƴƛƴƎ aŀƴǳŀƭ Part II 

¶ Planning Guidance Notebook, ER 1105-2-100   

¶ Continuing Authorities Program (CAP), EP 1105-2-58 

¶ Final feasibility reports recently completed by your District 
¶ National PCoP webinars are held biweekly and are designed to share information, emerging 

policy, or national planning concerns. They are held from 2pm to 3pm Eastern time biweekly. 

NAD Nonstructural Workshop held at Baltimore District's 
Headquarters, January 2019 

https://www.iwr.usace.army.mil/Portals/70/docs/iwrreports/97r15.pdf
https://www.iwr.usace.army.mil/Portals/70/docs/iwrreports/96r21.pdf
https://planning.erdc.dren.mil/toolbox/library/Guidance/PlanningManualPartII_IWR2017R03.pdf
https://www.publications.usace.army.mil/Portals/76/Publications/EngineerRegulations/ER_1105-2-100.pdf
https://www.publications.usace.army.mil/Portals/76/EP_1105-2-58.pdf?ver=2019-04-30-105428-920
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This is a wonderful opportunity to learn from national subject matter experts, as well as to 
ask questions. Reach out to your supervisor to ensure you are on the email distribution list. 

¶ Good to Great by Jim Collins 
¶ StrengthsFinder 2.0 by Tom Rath 

 
It is also beneficial to be an active member in a professional organization in your field. Not only are they 
a valuable resource for knowledge-building and continuing education, but they can provide 
opportunities for networking and collaboration, including annual conferences. The following list includes 
just a few of the many organizations available: 

¶ American Anthropological Association 
¶ American Economic Association 

¶ American Fisheries Society 

¶ American Institute of Biological Sciences 
¶ American Society of Civil Engineers 

¶ Archeological Institute of America 

¶ Ecological Society of America 
¶ National Society of Professional Engineers 

¶ Society for American Archeology 
 
It is important for planners to stay informed on updates to relevant legislation, policy, and guidance, 
because such information may affect how a study is conducted. Links to Civil Works legislation and 
Corps implementation guidance can be found here.   

https://www.americananthro.org/
https://www.aeaweb.org/
https://fisheries.org/
https://www.aibs.org/home/index.html
https://www.asce.org/
https://www.archaeological.org/programs/societies/
https://www.esa.org/
https://www.nspe.org/
https://www.saa.org/
https://www.usace.army.mil/Missions/Civil-Works/Project-Planning/Legislative-Links/
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Chapter 4 Journey-level Planner Development (Generally GS-

9/11) 
4.1 Expectations and Responsibilities  
Journey-level Planners typically have a few years of experience under their belt and are growing in their 

breadth and depth of planning processes and requirements. The typical expectations listed below are a 

summary of the duties contained within 5 U.S.C. 5104, Basis for grading positions. The typical 

responsibilities have been taken from example position descriptions for GS-9/11 planning personnel. 

Typical Expectations:  

¶ Perform, under general supervision, work requiring fundamental knowledge of a special and 

complex subject matter.  

¶ With considerable latitude for the exercise of independent judgment, perform moderately 
difficult and responsible work, requiringτ  

Å Professional, scientific, or technical training equivalent to that represented by 
graduation from a college or university of recognized standing; and  

Å Considerable additional professional, scientific, or technical training or experience which 
has demonstrated capacity for sound independent work  

 
Typical Responsibilities:  

¶ Knowledge of planning 
¶ Knowledge of regulations and processes related to your sub-CoP 

¶ Working effectively with a team in the development of decision documents 

¶ Building and maintaining effective working relationships with a variety of entities both 
internal and external to the employing agency   

¶ Making recommendations using a planning process, policy guidance interpretation, 
water resource plan development, and decision document preparation   
 

4.2 Technical Training 
At the GS-9/11 level, in addition to the courses listed in Chapter 3, the following PROSPECT courses are 

beneficial to all planners, regardless of sub-CoP. (Courses recommended for specific sub-CoPs can be 

ŦƻǳƴŘ ƛƴ !ǇǇŜƴŘƛȄ !ύΦ aƻǊŜ ƛƴŦƻǊƳŀǘƛƻƴ ƻƴ ǘƘŜǎŜ ŎƻǳǊǎŜǎ Ŏŀƴ ōŜ ŦƻǳƴŘ ƛƴ ǘƘŜ tǳǊǇƭŜ .ƻƻƪ ƻƴ ǘƘŜ ¦[/Ωǎ 

website, https://ulc.usace.army.mil.  

49 ς Continuing Authorities Program. This course develops the skill sets of Planners (as well as Project 

Managers and other PDT members) in essential CAP knowledge, managing CAP projects, timely decision-

making, scaling business processes to match complexity of the project, and developing and maintaining 

relationships. DƛǾŜƴ ǘƘŜ ǳƴƛǉǳŜ ŎƻƴǎǘǊŀƛƴǘǎ ƻŦ ǘƘŜ /!t tǊƻƎǊŀƳΣ ƛǘΩǎ ŜǎǎŜƴǘƛŀƭ ǘƘŀǘ ǇǊŀŎǘƛǘƛƻƴŜǊǎ ŀǊŜ ǿŜƭƭ-

trained and familiar with the latest guidance. 

164 ς Water and the Watershed. This course provides participants with an understanding of the history 

of Corps watershed policy and regulation, the conceptual, technical, and institutional tools available for 

watershed planning and management and the physical nature and role of water in the watershed. 

280 - Ecosystem Restoration. The restoration and protection of environmental resources in our Nation's 

ecosystems is a central mission in the Corps of Engineers Civil Works program. This course provides an 

interdisciplinary perspective on ecosystem restoration, protection, and management. Students learn the 

https://ulc.usace.army.mil/


13 
 

principles and vocabulary of selected disciplines outside their own and become familiar with relevant 

case studies and issues in planning and conducting ecosystem restoration projects. At the end of the 

course, students have a more holistic understanding of ecosystems and the requirements for 

successfully restoring, protecting, and managing them. 

299 - Cultural Resources. This course provides students with a broad-based understanding of the 

character and quality of cultural resources, a working knowledge of the identification and assessment 

procedures applied to those resources, and a review of tribal policy principles that impact agency 

cultural resources management. The course is designed for planners, environmental resources 

managers, student managers, project managers, and others who participate in the management of 

cultural resources and interact with Indian tribes. 

406 ς Plan Formulation and Evaluation Capstone (PCC3). This is the third and final course in the Planning 
Core Curriculum. It is designed to enhance the studŜƴǘΩǎ ǇƭŀƴƴƛƴƎ ƪƴƻǿƭŜŘƎŜΣ ŎǊƛǘƛŎŀƭ ǘƘƛƴƪƛƴƎ ŀōƛƭƛǘȅΣ 
communication skills, and capability to use planning tools and techniques to successfully lead a study to 
a quality decision document. Through case studies and participatory activities, the course provides the 
opportunity for planners with some training and experience to apply the critical thinking and decision 
making skills necessary to be a successful planner. This 36-hour face-to-face course builds on the 
knowledge and skills students gained in the prior two courses and on the job.  Only 20 percent of time is 
spent in lecture, with the majority of the time spent in exercises and facilitated discussions. 
 
407 ς Public Involvement and Team Building in Planning. Corps planners typically work in multi-

disciplinary teams, often involving project sponsors, other Federal and state agencies, and occasionally 

stakeholder groups or private individuals. These teams in turn often consult with a broader public, 

identifying and addressing public concerns as the agencies proceed through the planning process. This 

environment requires skills for successfully designing and conducting processes that effectively draw 

together the different partners and stakeholders throughout the planning process, resulting in decisions 

that enjoy broad public support. 

408 ς Environmental Considerations in Civil Works. This class surveys environmental topics needed for 

compliance for Corps Civil Works projects. Participants learn to recognize the basis and key components 

of NEPA documents consistent with applicable environmental laws, regulations and procedures 

necessary to conduct Civil Works planning, design, construction and operations. The course includes a 

field trip and class exercises to demonstrate and apply course learnings. 

Additionally, while not a PROSPECT course, the Economics sub-COP currently offers a biennial, tuition-

ŦǊŜŜ ŎƻǳǊǎŜ ǘƛǘƭŜŘΣ ά9ŎƻƴƻƳƛŎ !ƴŀƭȅǎŜǎ ŦƻǊ 9ŎƻƴƻƳƛǎǘǎ ŀƴŘ tƭŀƴƴŜǊǎΦέ CƻǊ ƛƴŦƻǊƳŀǘƛƻƴ ƻƴ ǘƘŜ ƴŜȄǘ 

ǎŎƘŜŘǳƭŜŘ ǎŜǎǎƛƻƴΣ ŎƻƴǘŀŎǘ ȅƻǳǊ a{/Ωǎ {ŜƴƛƻǊ 9ŎƻƴƻƳƛǎǘΦ 

4.3 Mentoring 
GS-9/11 planners will greatly benefit from having a mentor (or mentors) who can provide guidance in 

terms of technical and career development. A mentor is a person willing and able to devote time to 

discuss and review your career plans with you and to guide and direct you in career planning or 

professional development. A mentor serves as a sounding board to assist in clarifying career plans, 

balancing work-life commitments, and other challenges. A mentor may be selected informally, such as 

someone you know has a good perspective of the Corps mission and how your organization fits into the 

broader goals and objectives that transcend day-to-day routine operations. Alternatively, you may select 
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a mentor from a formal mentoring program offered by your District. Whether informal or formal, a 

mentor is an advocate who provides encouragement and career guidance. In addition, you may also 

wish to mentor GS-5/7 staff in areas where you have sufficient experience. For more information on 

ȅƻǳǊ 5ƛǎǘǊƛŎǘΩǎ ƳŜƴǘƻr program, talk with your supervisor. 

¢ƘŜ t/ƻtΩǎ Planning Mentor Program was initiated in FY18, with the goal of driving a culture of risk 

management within the Corps and assisting Districts in successfully delivering studies. These Planning 

Mentors are available to coach and mentor planners on SMART and risk-informed planning principles 

and procedures. Planning Mentors are a useful resource to planners, empowering them (and other PDT 

members) to make risk-informed decisions. They can offer support through early rapid iterations and 

risk analyses, applying the methodologies in the Planning Manual Part II: Risk Informed Planning. Other 

examples of Planning Mentor assignments include: helping PDTs think through risk buy-down options to 

successfully identify the TSP, reviewing Risk Register entries, supporting public meetings, and assisting 

with re-formulation strategies based on stakeholder concerns. For more information on how to utilize 

Corps personnel in the Planning Mentor Program, talk with your supervisor. 

4.4 Leadership Training 
The Army Civilian Education System (CES) is a progressive and sequential leader development program 

that provides enhanced leader development and education opportunities for Army civilians throughout 

their careers. CES provides self-development and institutional training to develop leadership attributes 

through distance learning (dL) and resident training. Planners at the GS-9 level are expected to take the 

CES Foundation Course and CES Basic Course. Planners at the GS-11 level are expected to take the CES 

Foundation Course and CES Intermediate Course. For more information, visit: 

https://usacac.army.mil/organizations/cace/amsc/cesSchedule.      

Each District has a Leadership Development Program (LDP). The key elements of the LDP include an 

ŀƴŀƭȅǎƛǎ ƻŦ ƻƴŜΩǎ ƭŜŀŘŜǊǎƘƛǇ ǎǘȅƭŜΣ ǎǘǊǳŎǘǳǊŜŘ ƭŜŀŘŜǊǎƘƛǇ ǘǊŀƛƴƛƴƎΣ ŦƛŜƭŘ ǘǊƛǇǎ ŀƴŘ ǎƛǘŜ ǾƛǎƛǘǎΣ ǇŀǊǘƛŎƛǇŀǘƛƻƴ 

on team projects, strengths coaching sessions, and a mentoring relationship with a senior leader. The 

structure of the LDP varies across the Corps; some offices have multiple progressive levels of LDP, while 

others offer a separate LDP for supervisors. The LDP is often a year-long program involving self-

discovery, team-building with peers and mentoring. More information on the LDP can be found in 

Appendix G.  

https://usacac.army.mil/organizations/cace/amsc/cesSchedule
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Portland District LDP cohort visiting DC for the annual Policy visit. 
 

The HQUSACE-sponsored Emerging Leaders Program is available for individuals (typically GS-11/12) who 

have exhibited leadership potential and seek opportunities to develop and refine their leadership skills. 

Participants in this program are given the opportunity to observe the leadership styles of their peers and 

Corps senior leaders. There are opportunities for formal mentoring and shadowing, to attend the annual 

Senior Leaders/Emerging Leaders Conference, and to serve on HQUSACE committees and teams. Often 

participants are required to complete a 120-day detail outside their organization. Participation requires 

the preparation of technical reports on various events and researching assigned topics. Some 

organizations encourage completion of an LDP prior to applying to the Emerging Leaders Program. For 

more information, talk with your supervisor. 

4.5 On-the-job Training  
The best on-the-job training is that received through completing job-related tasks on multiple projects.  
Receiving and learning from feedback provided by supervisors, coaches, DQC review and ATR are 
extremely important.  Knowledge and experience is gained by leading efforts on smaller projects and 
supporting senior staff on complex projects.  
 
Other on-the-job training opportunities available to GS-9/11 planners include but are not limited to: 

¶ Serving as lead for less complex studies  
¶ Shadowing senior planners  

¶ tŀǊǘƛŎƛǇŀǘƛƴƎ ƛƴ ȅƻǳǊ 5ƛǎǘǊƛŎǘΩǎ [5t   

¶ Participating in professional organizations  
¶ Completing short cross-district developmental assignments and training in engineering, 

regulatory, real estate, operations, project management, etc. 
¶ Attending District Project Review Board meetings (with supervisor approval) for 

exposure and understanding of District business processes.  
 



16 
 

4.6 Self-Development 
Sub-CoP-specific resources are listed in Appendix A. In addition to the recommended reading contained 
in Chapter 3.6, it is recommended that the GS-9/11 planner, regardless of sub-CoP, also review: 

¶ USACE Business Process, ER 5-1-11  

¶ L²wΩǎ tǊƛƴŎƛǇƭŜǎ ƻŦ wƛǎƪ !ƴŀƭȅǎƛǎ ŦƻǊ ²ŀǘŜǊ wŜǎƻǳǊŎŜǎ 

¶ Who Moved My Cheese? By Spencer Johnson 

¶ Learning to Lead by Ron Williams 

¶ Developing the Leader Within You by John Maxwell 

 

It is also beneficial to be an active member in a professional organization in your field. Not only are they 
a valuable resource for knowledge-building and continuing education, but they can provide 
opportunities for networking and collaboration, including annual conferences. The following list includes 
just a few of the many organizations available: 
¶ American Anthropological Association 

¶ American Economic Association 
¶ American Fisheries Society 

¶ American Institute of Biological Sciences 

¶ American Society of Civil Engineers 
¶ Archeological Institute of America 

¶ Ecological Society of America 

¶ National Society of Professional Engineers 

¶ Society for American Archeology 
 
It is important for planners to stay informed on updates to relevant legislation, policy, and guidance, 
because such information may affect how a study is conducted. Links to Civil Works legislation and 
Corps implementation guidance can be found here. 
   

https://www.publications.usace.army.mil/USACE-Publications/Engineer-Regulations/
https://planning.erdc.dren.mil/toolbox/library/iwrserver/2017_R_01_PrinciplesofRiskAnalysisforWaterResources.pdf
https://www.americananthro.org/
https://www.aeaweb.org/
https://fisheries.org/
https://www.aibs.org/home/index.html
https://www.asce.org/
https://www.archaeological.org/programs/societies/
https://www.esa.org/
https://www.nspe.org/
https://www.saa.org/
https://www.usace.army.mil/Missions/Civil-Works/Project-Planning/Legislative-Links/
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Chapter 5. Advanced Planner Development (Generally GS-12/13) 
5.1 Expectations and Responsibilities 
Advanced Planners typically have several years of experience. With a strong technical background at this 

point, they are expected to turn their focus to honing their leadership skills and mentoring those less 

experienced. The typical expectations listed below are a summary of the duties contained within 5 

U.S.C. 5104, Basis for grading positions. The typical responsibilities have been taken from example 

position descriptions for GS-12/13 planning personnel. 

 
Typical Expectations:  

¶ Perform, with minimal supervision, work requiring fundamental knowledge of a special and 

complex subject matter.  

¶ With considerable latitude for the exercise of independent judgment, perform very difficult and 
responsible work, requiringτ  

Å Professional, scientific, or technical training equivalent to that represented by 
graduation from a college or university of recognized standing; and  

Å Considerable additional professional, scientific, or technical training or experience that 
has demonstrated capacity for sound independent work  

Å Leader of self and teams; mentor to staff 

Å Ability to review the work of others for quality control purposes 
 

Typical Responsibilities:  
¶ Knowledge of planning. 

¶ Knowledge of regulations and processes related to your sub-CoP 
¶ Working effectively leading a team in the development of decision documents. 

¶ Building and maintaining effective working relationships with a variety of entities both 
internal and external to the employing agency.   

¶ Making recommendations using a planning process, policy guidance interpretation, 
water resource plan development, and decision document preparation.   

¶ Leading and working effectively with a team in the development of decision documents. 
 

5.2 Technical Training and Certifications 
For GS-12 and GS-13 level planning staff, the following PROSPECT courses are recommended. More 

ƛƴŦƻǊƳŀǘƛƻƴ ƻƴ ǘƘŜǎŜ ŎƻǳǊǎŜǎ Ŏŀƴ ōŜ ŦƻǳƴŘ ƛƴ ǘƘŜ ¦[/Ωǎ website, https://ulc.usace.army.mil. Sub-CoP-

specific course recommendations can be found in Appendix A.  

104 ς Risk Communication and Public Participation. The course is designed to teach participants to 

better communicate risk, understand and engage various publics, and learn to use the public 

participation planning process. This is an interactive workshop that teaches participants strategic 

communication, risk communication, and public participation principles and strategies relevant to any 

issue. Participants learn how to identify missions, goals and objectives; identify and prioritize various 

publics; develop risk communication messages; determine the most effective methods and tools for 

conveying these messages; and evaluate the success of risk communication and/or public participation 

efforts. Participants of the course learn: how to handle hostile individuals and audiences and respond to 

challenging questions and statements; how to avoid traps; how to select the right public participation 

techniques; and how to improve and apply nonverbal communication skills. 

https://ulc.usace.army.mil/
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209 ς Risk Analysis for Flood Damage Reduction Projects. This course presents risk assessment methods 

and concepts, many of which are required by Corps guidance. The objective is to enable participants to 

readily adapt these methods and concepts to their own studies and projects after successfully 

completing the course. Policy issues, concepts in statistical analysis, and risk and uncertainty methods 

used in the evaluation of flood risk management projects are emphasized in the course. Workshops 

provide participants with the opportunity to apply the course's concepts using the Hydrologic 

Engineering Center Flood Damage Reduction Analysis (HEC-FDA) software program. 

218 ς Civil Design for Planning. The objective of this course is to develop knowledge, skills, and aptitudes 

regarding the policies, procedures, tools, and techniques for the execution (planning and design) of a 

Corps Civil Works project. After completing this course, the student should be able to more effectively 

execute and coordinate a multi-disciplinary Corps Civil Works project. Topics include organization and 

development of resources required to execute the process, policy, guidance, and various sensitive 

design concerns within the project planning process (including engineering overview, geotechnical, 

electrical/mechanical, hydrology and hydraulics, risk-based analysis, value engineering, structural 

engineering studies, and geographic information systems). Emphasis is placed on navigating the review 

process and the SMART Planning Process. This course tracks the Corps of Engineers Project 

Management Business Process from the authorization of the first study to the completion of 

construction. 

349 ς Risk Analysis. This course introduces concepts and tools of risk analysis into Corps planning studies 

and extends these concepts to studies for structural rehabilitation and for management and operations 

of existing projects. Risk analysis is a decision-making framework that explicitly evaluates the level of risk 

if no action is taken and recognizes the monetary and non-monetary costs and benefits of reducing risks 

when making decisions. Risk analysis also deals with uncertainties in models, parameters, and 

assumptions and acknowledges them in decision making. Risk analysis is an integral component of Corps 

decision making in all business lines. It affects all technical analysis throughout each step of planning 

process. Major aspects of risk analysis included in this course are (a) definitions and concepts, (b) 

probability and statistics; (c) models for risk analysis; (d) non-quantitative methods; (e) event trees and 

decision trees; (f) Monte carol simulation; (g) using scenarios; (h) benefit-cost uncertainty; (i) risk 

informed planning; and (j) case studies from various applications to Civil Works. The course includes 

extensive use of computer exercises as aids to learning including hands-on risk modeling and 

assessment tools. 

Another formal training option is the Notre Dame of Maryland University (NDMU) Risk Management 

Program. The program consists of six graduate courses conducted entirely online on the NDMU course 

management system. The courses are taught by NDMU faculty. Course lectures, readings, videos, and 

background materials are presented in modules typically consisting of a mix of reading and discussion of 

textbook and professional literature materials; viewing of video lectures or demonstrations; 

participating in class forums; completing a weekly quiz; and completing individual or group homework 

assignments. Students are provided with university email and library accounts. More information is 

available at https://online.ndm.edu/online-degrees/m-s-in-risk-management/.  

The Planning Associates (PA) Program is an advanced training opportunity, typically for GS-12/13 
employees. Candidates are competitively selected by HQUSACE from a pool of candidates submitted by 
the Commanders of the eight MSCs, Labs, and FOAs. The PA Program is a two-year program, with course 

https://online.ndm.edu/online-degrees/m-s-in-risk-management/
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work split over two fiscal years. The vision of the program is to develop planning leaders who are capable 
of executing ǘƘŜ /ƻǊǇǎΩ current Planning mission and who are prepared for tomorrow's mission 
challenges. The goals of the PA Program are to provide an opportunity for planners to develop the 
knowledge, skills, and abilities to grow into experts in their fields and senior leaders who can influence 
the Civil Works Program. Detailed information on the PA Program can be found in Appendix F. 

There are two important certifications that Corps planners should aspire to: Agency Technical Review 

(ATR) certification and National Water Resources Certified Planner (WRCP) certification. 

Once Planners reach a certain level of expertise in their field, they can be certified to conduct Agency 

Technical Reviews. ATR certification is available in four categories that coincide with the four sub-CoPs: 

Plan Formulation, Economics, Environmental, and Cultural Resources. There is a call for applications for 

ATR certification each year. For more information, see Appendix D.  

The National WRCP Program is a framework for developing and sustaining a results oriented, high 

performing planner workforce. The standard to attain status as a WRCP is high. This certification not 

only requires candidates to have taken certain training, but also to demonstrate experience, knowledge, 

and leadership. The WRCP is an individual who has a broad variety of experience and training in the 

Corps planning processes and is capable of leading the most complex water resources planning efforts, 

ATRs, and planning task forces throughout the enterprise. By identifying WRCPs, the Corps can help 

water resource managers match complicated, controversial, and highly visible studies and initiatives 

with a very capable lead planner, no matter where that planner is located. See Appendix E for more 

information on this program. 

5.3 Mentoring (For Self and Others)  
Senior planners at the GS-12/13 level are highly skilled, widely recognized for their advanced or expert 
level in a particular subject matter or technical skill, and have several years of Corps planning 
experience. As such, they are expected to serve as mentors for less experienced planners, either 
formally or informally.  CƻǊ ƛƴŦƻǊƳŀǘƛƻƴ ƻƴ ȅƻǳǊ 5ƛǎǘǊƛŎǘΩǎ ƳŜƴǘƻǊƛƴƎ ƻǇǇƻǊǘǳƴƛǘƛŜǎΣ ǘŀƭƪ ǿƛǘƘ ȅƻǳǊ 
supervisor.  

At the GS-12/13 level, planners can still greatly benefit from having a mentor of their own for technical 

or career mentorship. The best mentor may or may not be someone in your office. Consider someone at 

another District, MSC, or even another agency. When speaking with your supervisor about your career 

goals, ask if he or she has any contacts that might be a good fit. 

5.4 Leadership Training  
Regional Leadership Development Program ς This is a 10-month program led by the MSC with the intent 

to provide an opportunity for representatives from the MSCΩs districts to learn more about the unique 

Corps functions and missions throughout the region. Regional thinking, leadership and communication 

are emphasized. To learn more about the program and application process in your MSC, speak with your 

supervisor. 

The Army Civilian Education System (CES) is a progressive and sequential leader development program 

that provides enhanced leader development and education opportunities for Army civilians throughout 

their careers. CES provides self-development and institutional training to develop leadership attributes 

through distance learning (dL) and resident training. At the GS-12 level, it is expected that you will take 

the CES Foundation Course and CES Intermediate Course. At the GS-13 level (or higher), it is expected 
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that you will take the CES Foundation Course and CES Advanced Course. For more information, visit 

https://usacac.army.mil/organizations/cace/amsc/cesSchedule.      

The HQUSACE-sponsored Emerging Leaders Program is available for individuals (typically GS-11/12) who 

have exhibited leadership potential and seek opportunities to develop and refine their leadership skills. 

Participants in this program are given the opportunity to observe the leadership styles of their peers and 

Corps senior leadership. There are opportunities for formal mentoring and shadowing, attending the 

annual Senior Leaders/Emerging Leaders Conference, and to serve on HQUSACE committees and teams. 

Often participants are required to complete a 120-day detail outside their organization Participation 

requires the preparation of technical reports on various events and researching assigned topics. Some 

organizations encourage completion of an LDP prior to applying to the Emerging Leaders Program. For 

more information, talk with your supervisor. 

Career Program 18 Leadership Development Program - The Army groups similar occupational series and 

functional fields into Career Programs (CPs). CP-18 is for engineers and scientists, and it is the CP for the 

majority of Corps personnel, including planners. The CP-18 Leadership Development Program is 

designed to prepare high potential GS-12 and GS-13 employees to serve in leadership positions. 

Participants are given three years to complete the program. Requirements of this program include 

formal mentoring and several supervisory and leadership training courses. More information on CP-18 

can be found in Appendix C. 

For planners in supervisory positions, relevant tools and information can be found in Appendix K. 

 
5.5 On-the-job Training 
In addition to experience gained through daily duties, other on-the-job training at the GS-12/13 levels 

could include, but is not limited to: 

¶ Serving as a lead for complex studies and/or regional or national studies 

¶ Shadowing Regional Technical Specialists, supervisors, and other leaders in your field  
¶ Participating in leadership development programs 

¶ Participating in professional organizations  

¶ Completing short cross-district developmental assignments and training in engineering, 
regulatory, real estate, operations, project management, etc. 

¶ Attending District Project Review Board meetings (with supervisor approval) for 
exposure and understanding of District business processes 

¶ Helping with new work development, budget submittals, J-sheets, etc. 

¶ Assisting with Regional or National special projects for your MSC, a PCX, IWR and/or 
HQUSACE - Special assignments are utilized to advance project success and expand 
planner competences. Opportunities exist to serve on ad hoc task forces and as a 
participant or lead on district, regional or national issues. Special assignments are 
challenging, generally require extra effort, provide exposure for the planning discipline, 
help to broaden perspectives, and can be personally and professionally rewarding. 

¶ Completing temporary details to a MSC, PCX, IWR and/or HQUSACE 

¶ Shadowing others on DQC and ATR reviews to build competency for ATR certification 
¶ Once ATR certified, seeking out review opportunities as an ATR team member or ATR 

lead 

https://usacac.army.mil/organizations/cace/amsc/cesSchedule
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¶ Applying to serve as a PCC or other PROSPECT course instructor. For more information 
on how to become a course instructor, see Appendix I. 

 

5.6 Self-Development  
Sub-CoP-specific resources for self-development are listed in Appendix A. In addition to the 
recommended reading contained in Chapter 3.6 and Chapter 4.6, self-development at the GS-12/13 
level could include, but is not limited to, additional academic education, reading, and soft skills 
development.  
Planners may consider the numerous opportunities available to pursue a Master's Degree in water 
resources planning or a related field. ¢ƘŜ DǊŀŘǳŀǘŜ [ŜǾŜƭ όaŀǎǘŜǊΩǎ 5ŜƎǊŜŜύ tǊƻƎǊŀƳ ƛƴ ²ŀǘŜǊ wŜǎƻǳǊŎŜǎ 
Planning offered through the Corps provides professional education in theory and practice of water 
resources planning. Participants in a Corps-sponsored graduate program in water resources must meet 
all requirements, including being accepted and enrolling in a participating university and completing 30 
semester hours of course work. The following universities are currently participating in this program: 
Johns Hopkins, Southern Illinois University, University of Arizona, Washington State University, 
University of Florida, and Harvard University. Each participant must meet all requirements, including 
completing one semester of residency at the university. The University of Florida offers its program 100 
percent online. More information on advanced educational opportunities can be found at 
https://www.iwr.usace.army.mil/Missions/Training/Water-Resources-Training/Programs-by-Divsion/  
 
You can also read planning or leadership books and articles. Harvard Business Review has a wealth of 
freely available articles. TED Talks are another great resources for self-development. These are freely 
available on YouTube. Additionally you can attend and/or speak at workshops and conferences, such as 
the national PCoP workshop that happens biennially and the Floodplain Managers Association (FMA) 
conference that occurs annually, among others. Talk to your supervisor to look into workshop and 
conference opportunities that may be right for you. 
 
It is also beneficial to be an active member in a professional organization in your field. Not only are they 
a valuable resource for knowledge-building and continuing education, but they can provide 
opportunities for networking and collaboration, including annual conferences. The following list includes 
just a few of the many organizations available: 

¶ American Anthropological Association 
¶ American Economic Association 

¶ American Fisheries Society 

¶ American Institute of Biological Sciences 

¶ American Society of Civil Engineers 
¶ Archeological Institute of America 

¶ Ecological Society of America 

¶ National Society of Professional Engineers 
¶ Society for American Archeology 

 
It is important for planners to stay informed on updates to relevant legislation, policy, and guidance, 
because such information may affect how a study is conducted. Links to Civil Works legislation and 
Corps implementation guidance can be found here. 
  

https://www.iwr.usace.army.mil/Missions/Training/Water-Resources-Training/Programs-by-Divsion/
https://www.americananthro.org/
https://www.aeaweb.org/
https://fisheries.org/
https://www.aibs.org/home/index.html
https://www.asce.org/
https://www.archaeological.org/programs/societies/
https://www.esa.org/
https://www.nspe.org/
https://www.saa.org/
https://www.usace.army.mil/Missions/Civil-Works/Project-Planning/Legislative-Links/
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Chapter 6. Senior Planning Leadership (Generally GS-14/15) 
6.1 Expectations and Responsibilities 
Those in Senior Planning Leadership positions typically have breadth as well as depth in planning 

experience and have developed solid leadership and management skills. The typical expectations listed 

below are a summary of the duties contained within 5 U.S.C. 5104, Basis for grading positions. The 

typical responsibilities have been taken from example position descriptions for GS-14/15 planning 

personnel. 

Typical Expectations:  

¶ Perform, under general administrative direction, with wide latitude for the exercise of 
independent judgment, work of exceptional difficulty and responsibility along special 
technical, supervisory, or administrative lines which has demonstrated leadership and 
unusual attainments.  

¶ Plan and direct or plan and execute major professional, scientific, technical, 
administrative, fiscal, or other specialized programs, requiring extended training and 
experience which has demonstrated leadership and unusual attainments in professional, 
scientific, or technical research, practice, or administration, or in administrative, fiscal, or 
other specialized activities.  

¶ Perform consulting or other professional, scientific, technical, administrative, fiscal, or 
other specialized work of equal importance, difficulty, and responsibility, and requiring 
comparable qualifications.  
 

Typical Responsibilities:  

¶ Exercise management over assigned programs.  
¶ Coordinate, develop, and provide authoritative interpretations of Corps policy.  

¶ Apply extensive knowledge of effective management principles and practices in 
conjunction with policies, regulations, and procedures.  

¶ Provide guidance, direction, and assistance in shaping, implementing, and communicating 
goals within the organization and to external customers.  

¶ Develop standard methods and procedures to be used in managing studies.  

¶ Supervise teams in addition to performing personal duties.  

¶ Maintain effective communication with stakeholders and higher headquarters senior level 
officials.  
 

6.2 Mentoring (For Self and Others)  
Senior planners at the GS-14/15 level are highly skilled, widely recognized for their mastery of a 
particular subject matter or technical skill and have several years of Corps planning experience. As such, 
they are expected to serve as mentors for less experienced planners, either formally or informally.  For 
ƛƴŦƻǊƳŀǘƛƻƴ ƻƴ ȅƻǳǊ 5ƛǎǘǊƛŎǘΩǎ ƳŜƴǘƻǊƛƴƎ ƻǇǇƻǊǘǳƴƛǘƛŜǎΣ ǘŀƭƪ ǿƛǘƘ ȅƻǳǊ ǎǳǇŜǊǾƛǎƻǊΦ  

Even at the GS-14/15 level, planners can still greatly benefit from having a mentor of their own. In this 
case, the best mentor may not be someone in your office, but rather someone at another District, MSC, 
or even another agency. When speaking with your supervisor about your career goals, ask if he or she 
has any contacts that might be a good fit. 
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6.3 Leadership Training  
The Army Civilian Education System (CES) is a progressive and sequential leader development program 

that provides enhanced leader development and education opportunities for Army civilians throughout 

their careers. CES provides self-development and institutional training to develop leadership attributes 

through distance learning (dL) and resident training. At the GS-14/15 level, it is expected that you will 

take the CES Foundation Course and CES Advanced Course.  For more information, visit 

https://usacac.army.mil/organizations/cace/amsc/cesSchedule.  

For planners in supervisory positions, relevant tools and information can be found in Appendix K. 
 
6.4 On-the-job Training 
Developmental assignments are available to senior planning leadership in order to expand their KSAs. 
This may involve being detailed to another functional area in Planning, to another office (including at an 
MSC or HQUSACE), or a stakeholder agency (i.e. SHPO, USFWS, etc.). In requesting a developmental or 
rotational assignment, planners should discuss their desires with their supervisor and then have the 
request included in their IDP. Developmental or rotational assignments are usually most beneficial after 
a planner has mastered his or her own position. Rotational assignments may be two weeks or up to 
ǎŜǾŜǊŀƭ ƳƻƴǘƘǎ ŀƴŘ ǎƘƻǳƭŘ ōŜ ŘŜǾŜƭƻǇŜŘ ƛƴ ŀǊŜŀǎ ǘƘŀǘ ŜƴƘŀƴŎŜ ƻǊ ǎǘǊŜƴƎǘƘŜƴ ŀ ǇƭŀƴƴŜǊΩǎ ōŀŎƪƎǊƻǳƴŘ ƻǊ 
assignments in the MSC, or in working with regional and technical experts.  
 
Those in senior leadership positions may be eligible to serve as instructors for PCC or other Planning-led 
courses. For more information on how to become a PROSPECT course instructor, refer to Appendix I.  
 
6.5 Self-Development 
Sub-CoP-specific resources for self-development can be found in Appendix A. In addition to the 

recommended readings and resources contained in Chapters 3, 4, and 5, it is recommended that the GS-

14/15 planner, regardless of sub-CoP, also review: 

¶ Primal Leadership: Realizing the Power of Emotional Intelligence by Daniel Goleman, Richard 

Boyatzis, Annie McKee 

¶ Conversational Intelligence: How Great Leaders Build Trust and Get Extraordinary Results by 

Judith Glaser 

¶ Outliers: The Story of Success by Malcolm Gladwell 

It is also beneficial to be an active member in a professional organization in your field. Not only are they 
a valuable resource for knowledge-building and continuing education, but they can provide 
opportunities for networking and collaboration, including annual conferences. The following list includes 
just a few of the many organizations available: 

¶ American Anthropological Association 

¶ American Economic Association 
¶ American Fisheries Society 

¶ American Institute of Biological Sciences 

¶ American Society of Civil Engineers 
¶ Archeological Institute of America 

¶ Ecological Society of America 

¶ National Society of Professional Engineers 

¶ Society for American Archeology 

https://usacac.army.mil/organizations/cace/amsc/cesSchedule
https://www.americananthro.org/
https://www.aeaweb.org/
https://fisheries.org/
https://www.aibs.org/home/index.html
https://www.asce.org/
https://www.archaeological.org/programs/societies/
https://www.esa.org/
https://www.nspe.org/
https://www.saa.org/
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It is important for planners to stay informed on updates to relevant legislation, policy, and guidance, 
because such information may affect how a study is conducted.  Links to Civil Works legislation and 
Corps implementation guidance can be found here. 
  

https://www.usace.army.mil/Missions/Civil-Works/Project-Planning/Legislative-Links/


25 
 

Chapter 7. Senior Executive Service 
7.1 Senior Executive Service Defined 
In an agency covered by the Senior Executive Service (SES), SES positions are classified above GS-15 and 

include duties involving one or more of the functional criteria (executive or managerial) identified in law. 

 

7.2 How to Apply 
The first step is to identify and apply for a specific SES vacancy. Agencies announce their SES vacancies 

on USAJobs. From there, you may download information on vacancies of interest to you, complete the 

application procedures, and submit your application to the agency that has the vacancy. The agency 

submits the executive core qualifications of the person selected to a Qualifications Review Board (QRB) 

convened by OPM. The QRB must certify all selectees before they can be appointed to the SES. 

 

7.3 Qualifications 
OPM has identified five executive core qualifications (ECQs). The executive core qualifications define the 

competencies needed to build a Federal corporate culture that drives for results, serves customers, and 

builds successful teams and coalitions within and outside the organization. The ECQs are required for 

entry to the SES and are used by many departments and agencies in selection, performance 

management, and leadership development for management and executive positions. The ECQs were 

designed to assess executive experience and potential, not technical expertise. Successful performance 

in the SES requires competence in each ECQ. 

 

ECQ1 -- Leading Change 
Definition: This core qualification involves the ability to bring about strategic change, both within and 

outside the organization, to meet organizational goals. Inherent to this ECQ is the ability to establish an 

organizational vision and to implement it in a continuously changing environment. 

 

ECQ2 -- Leading People 
Definition: This core qualification involves the ability to lead people toward meeting the organization's 
vision, mission, and goals. Inherent to this ECQ is the ability to provide an inclusive workplace that 
fosters the development of others, facilitates cooperation and teamwork, and supports constructive 
resolution of conflicts. 
 

ECQ3 -- Results Driven 
Definition: This core qualification involves the ability to meet organizational goals and customer 

expectations. Inherent to this ECQ is the ability to make decisions that produce high-quality results by 

applying technical knowledge, analyzing problems, and calculating risks. 

 

ECQ4 -- Business Acumen 
Definition: This core qualification involves the ability to manage human, financial, and information 

resources strategically. 

 



ECQ5 -- Building Coalitions 
Definition: This core qualification involves the ability to build coalitions internally and with other Federal 

agencies, state and local governments, nonprofit and private sector organizations, foreign governments, 

or international organizations to achieve common goals. 

 

7.4 Selection Process 
Initial career appointments to the Senior Executive Service must be based on merit competition. 

Following is a summary of the SES Merit Staffing Process: 

 

¶ Agency chooses a selection method. 

¶ Agency publicly advertises the position through various methods, including placement on the 

USAJobs (external link) website for a minimum of 14 days. The area of consideration is qualified 

Federal Employees only (only current Federal civil service employees may apply) or all qualified 

persons (anyone may apply). 

¶ Candidates submit their applications to the agency. 

¶ Agency rating panel reviews and ranks candidates. 

¶ Agency Executive Resources Board recommends the best qualified candidates to the selecting 

official. 

¶ Appointing authority makes a choice and certifies that the candidate meets both the technical 

and ECQs for the position. 

¶ Agency submits candidate's application package to an OPM-administered QRB for certification 

of executive core qualifications. 

¶ Following QRB certification, agency appoints the candidate to the SES position. 

 
7.5 SES Candidate Development Program 
A Senior Executive Service Candidate Development Program (SESCDP) is one succession management 
tool agencies may use to identify and prepare aspiring senior executive leaders. An SESCDP is designed 
ǘƻ ŘŜǾŜƭƻǇ {9{ ŎŀƴŘƛŘŀǘŜǎΩ ŎƻƳǇŜǘŜƴŎƛŜǎ ƛƴ ŜŀŎƘ ƻŦ ǘƘŜ 9/vǎΦ DǊŀŘǳŀǘŜǎ ƻŦ {9{/5tǎ ǿƘƻ ŀǊŜ ŎŜǊǘƛŦƛŜŘ 
ōȅ htaΩǎ vw. Ƴŀȅ ǊŜŎŜƛǾŜ ŀƴ ƛƴƛǘƛŀƭ ŎŀǊŜŜǊ {9{ ŀǇǇƻƛƴǘƳŜƴǘ ǿƛǘƘƻǳǘ ŦǳǊǘƘŜǊ ŎƻƳǇŜǘƛǘƛƻƴΦ vw.-certified 
graduates typically start their SESCDP with experiences normally obtained at the GS-15 level, or 
equivalent. Note that QRB certification does not guarantee placement in the SES, and SESCDP 
participation is not required for selection into the Senior Executive Service. All SESCDPs are announced 
on USAJobs. 
 
For more information on the Senior Executive Service, visit https://www.opm.gov/policy-data-
oversight/senior-executive-service/.  

https://www.opm.gov/policy-data-oversight/senior-executive-service/
https://www.opm.gov/policy-data-oversight/senior-executive-service/


 

 

 

 

 

 

 

 

 

 

Appendices 



28 
 

Appendix A. Career Roadmaps by Sub-Community of Practice 
A.1 Cultural Resources 
A.2 Economics 
A.3 Environmental/Ecosystem Restoration 
A.4 Plan Formulation 
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Appendix B. Knowledge, Skills, & Abilities by Sub-Community of 

Practice 
B.1 Cultural Resources 
B.2 Economics 
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B.3 Environmental/Ecosystem Restoration 
Novice                                                                   Apprentice                                                                      Journeyman                                                                        Expert 

 

  

 

 

 

 

 

 
 

U  Leadership 

A Strategic thinking & visioning 

 
 
 

 

 
U  Construction specifications related to environmental  

 

 
 
 

 
 
 
 
 
 

 

A P&G (or new P&R) Accounts evaluation procedures  

A Decision documentation preparation, coord. & review 

A Understanding Vertical Team roles and responsibilities 

A Climate change policy & implications 

 

U  Water resources policies and authorities 

A Technical review process & requirements (DQC, ATR, IEPR) 

U  Project approval steps (SMART Planning milestones) 

U  Decision documentation preparation, coord. & review 

A Formulating multipurpose projects (multi-objective planning)  

A Policy development & implementation guidance  

A Identify policy, technical and legal issues 

U  Climate change policy & implications 

U  Determining the Federal interest in NER 

A Selection of a plan (NED, NER, LPP)  

 

U  Technical review process & requirements (DQC, ATR, IEPR) 

U  Formulating multipurpose projects (multi-objective planning)  

U  Policy development & implementation guidance  

U  Identify policy, technical and legal issues 

 

Policy A Civil Works missions 

A Civil Works history 

A Project management business process 

A Continuing Authority procedures 

A Water resources policies and authorities 

A Project approval steps (SMART Planning milestones) 

A SMART Planning philosophy & context  
 

6-Step Process A Six-step planning process 

 

Communications A Communication skills (baseline oral and written)  

A Technical writing (reports, white papers, etc.)  

 

Leadership/Management 

Economics 

Engineering 

Tools A GIS applications 

Contracting  

Ecosystem Restoration 

Environmental Compliance A Environmental Operating Principles 

 

 

A Determining the Federal interest in NER 

A Forecasting future with and without project conditions  

A Identifying objectives & constraints  

A Identifying/developing alternatives 

A Screening alternatives 

A Inventorying existing conditions 

A Identifying planning problems & opportunities 

U  Communication skills (baseline oral and written)  

U  Technical writing (reports, white papers, etc.)  

A Speaking, presentation skills, interpersonal, virtual 
communications/teaming 

A Organizing information for br iefings & presentations  

A Cultural awareness & sensitivity 

A Coordination with other agencies 

A Team building/management 

A QMS for Environmental 

 
A Conflict resolution processes 

A Leadership 

A Risk analysis for planning decisions (risk register)  

A Estimating study costs 

A Tradeoff analysis with monetized and non-monetized benefits & 
costs 

U  Hydrology and flow frequency analysis  

 

A Social impact evaluation 

A Project features (flood, navigation, rest, etc.) 

A Hydrology and flow frequency analysis  

 

A Construction specifications related to environmental  

A AE contracting procedures 

U  Cost effectiveness & Incremental cost analysis  

A Tradeoff analysis among multiple ecosystem output categories  

U  Environmental Benefits Assessment Models  

A Conceptual Ecological Models 

A Monitoring and Adaptive Management Plan  

U  Invasive Species Management 

U Ecosystem Restoration Formulation 

U Resource Significance Identif ication 

A Risk & uncertainty analysis 

A Ecological Risk Assessment 

U Mitigation Planning 

U  NEPA Scoping 

U  NEPA 

A Endangered Species Act consultation process 

A Fish and Wildlife Coordination Act  

A Clean Water Act 

A Clean Air Act 

A Coastal Zone Management Act 

A Essential Fish Habitat  

A Marine Protection Research and Sanctuaries Act (Ocean 
Disposal)  

A Marine Mammal Protection Act  

A Environmental Justice 

A Cumulative and Secondary Effects Analysis  

A Floodplain Management Executive Order  

A Sustainability 

U Environmental Impact Assessment  

 

A Documenting policy compliance and technical review 

 

U  Documenting policy compliance and technical review 

 

A Cost effectiveness & Incremental cost analysis  

A Environmental Benefits Assessment Models  

A Invasive Species Management  

A Ecosystem Restoration Formulation 

A Resource Significance Identif ication  

 

U  Tradeoff analysis among multiple ecosystem output categories  

U  Environmental Benefits Assessment Models  

U Ecosystem Restoration Formulation  

 

A Mitigation Planning 

A NEPA Scoping 

A NEPA 

A Environmental Impact Assessment  

A Cultural resources evaluation & compliance  

 

U Mitigation Planning 

U  Endangered Species Act consultation process 

U  Clean Water Act 

U  Cumulative and Secondary Effects Analysis  

U Environmental Impact Assessment 
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B.4 Plan Formulation 
 

 

bƻǾƛŎŜ Y{!Ωǎ 
Original 
Order on 
Planners' 

T&D 
Guide 

Category Description 
Knowledge 
or Ability  
(K or A) 

New or 
Upgraded?    

(N or U) 
Training Method Guidance/Reference/Regs Comments 

2 Policy Civil Works missions K N Civil Works Dev Proc PGN, Chapter 3, Policy Digest   

3 Policy Civil Works history K N Civil Works Dev Proc http://www.usace.army.mil/About/History.aspx 
Suggested reading:  "Cadillac 
Desert", by Marc Reisner 

5 Policy Project management business process K N OJT orientation from supervisor ER 5-1-11   

6 Policy Continuing Authority procedures K N Civil Works Dev Proc ER 1105-2-100, Appendix F   

7 Policy Water resources policies and authorities K N Planning Essentials, OJT Planners' Toolbox, Policy Digest, PGN 
Starts at Novice and requires 
continual updating 

32 Policy 
Project approval steps (SMART Planning 
milestones) 

K N 
OJT, Civil Works Dev Proc, 
Planning Essentials 

Planner's Toolbox-SMART Guide, Planning Bulletin 2013-03 
Consider need for locally preferred 
plan approvals  

49 Policy Relationships of HQ, ASA(CW), and OMB K N Civil Works Dev Proc   
Awareness of roles and 
relationships 

52 Policy Federal budget process K N Civil Works Dev Proc Budget EC 11-2-206 for FY16 
Minimal knowledge needed to 
understand basic process; 
continuous upgrading needed 

99 Policy CW appropriations process K N Civil Works Dev Proc   
Minimal knowledge needed to 
understand basic process; 
continuous upgrading needed 

53 Policy CW authorization process K N Civil Works Dev Proc   
Minimal knowledge needed to 
understand basic process; 
continuous upgrading needed 

99 Policy SMART Planning philosophy & context K N 
Planning Essentials, Plan 
Formulation Capstone 

Planner's Toolbox, SMART Guide, Webinars, Planning Bulletins   

99 Policy 
Financial planning, work-in-kind services, 
partnership with Corps 

K N 
Intro to Civ Works Development 
Process, PROSPECT PPA Course 

ER 1165-2-208, Project Partnership Kit, DCW Cost Defn Memo 25Aug2011 

Considerations during feasibility 
and PED, Inflated fully-funded 
costs vs constant-dollar costs, 
division of responsibilities, Integral 
determinations 

1 6-Step Six-step planning process K N 
Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

Planning Manual, PGN   

4 Com 
Communication skills (baseline oral and 
written) 

K N 
Communication skills (baseline 
oral and written) 

  

LDP, CES Foundation, PA, OJT, 
PROSPECT 91, Army Action Officer 
training, OPM or other formal 
training 

26 Com 
Technical writing (reports, white papers, 
etc.) 

A N 
OJT, OPM or other formal 
training 
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99 Com 
Speaking & Presentation skills (at 
briefings, public meetings) 

A N 
LDP, PA, Toastmasters, 
PROSPECT 91, OPM or other 
formal training, OJT 

  

Some specific communications 
skills can only be acquired on the 
job, like presentation and 
communication of decision 
information, briefing CGs, etc. 

99 Com 
Organizing information for briefings & 
presentations 

A N OJT, PA, PROSPECT 91   

Some specific communications 
skills can only be acquired on the 
job, like presentation and 
communication of decision 
information, briefing CGs, etc. 

99 Com 
Interpersonal communication skills (oral, 
e-mail, correspondence) 

A N 
OJT, OPM or other formal 
training 

    

99 LM Organizing project files and data A N OJT   
Check with District/Organization 
regarding local policies. 

31 ENG 
Project features/management measures 
for each mission area 

K N 

PCC6, Planning Essentials, 
Planning Capstone, Planning 
Associates Program, Academic 
training, OJT 

Planning Community Toolbox 
(http://planning.usace.army.mil/toolbox/processes.cfm?Id=267&Option=Mission), 
USCG, Deep and Shallow Draft Design Manuals, IWR Management Measures 
Digital Library (http://library.water-resources.us/docs/MMDL/ECO/index.asp), 
Coastal Manual, Engineer Pamphlet 1165-2-1, Chapter 13: Flood Damage 
Reduction; need something more from FRM PCX based on PA presentation? 

Knowledge of typical measures for 
each mission area to be used to 
build alternative plans. 

43 Cont Construction contracting procedures K N 
Intro to Civ Works Development 
Process 

SPD QMS Procedures (addresses requirements before bids can be solicited) 
Basic understanding how the 
Corps accomplishes construction 
for projects. 

 

CATEGORY KEY 

Policy Corps process, policy & authorities 

6-Step Six-Step planning process steps 

Comm Communication 

LM Leadership/Management 

Econ Economics 

Eng Engineering 

Env Environmental 

Tools Technical tools 

Cont Contracting 

 

Planners' Training and Development Guide is located online at: http://planning.usace.army.mil/toolbox/library/Misc/KSA1.pdf 
NOTE: 
1. Items 1-58 are from the original guide.  Items 99 are additions. 
2. Designation level (e.g., novice, apprentice) applies to level/phase when the particular knowledge or ability is new (N) or upgraded (U).  
 3. OJT should include mentorship and technical assistance from senior planners as needed to improve basic skills.   

 

http://planning.usace.army.mil/toolbox/library/Misc/KSA1.pdf
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!ǇǇǊŜƴǘƛŎŜ Y{!Ωǎ 
Original 
Order on 
Planners' 

T&D 
Guide 

Category Description 
Knowledge 
or Ability  
(K or A) 

New or 
Upgraded?    

(N or U) 
Training Method Guidance/Reference/Regs Comments 

5 Policy Project management business process K U 
OJT orientation from 

supervisor 
ER 5-1-11   

6 Policy Continuing Authority procedures K U Civil Works Dev Proc ER 1105-2-100, Appendix F   

9 Policy Public involvement processes K N 
PROSPECT 91, PCC7, IWR Public 

Participation and Risk 
Communication 

PGN App B; IWR Conflict Resolution and Public Participation Center 
(www.iwr.usace.army.mil/cpc) 

  

15 Policy Cost Apportionment  (cost sharing) KA N 
Civil Works Dev Proc, Planning 

Essentials, PROSPECT PPA 
Course 

ER 1165-1-31; PGN App E,  PGL 62 
Locally preferred plans, multi-

purpose projects, differs across 
mission areas 

16 Policy NEPA process requirements K N PCC3, PROSPECT ER 200-2-2, PGN App C 
Understand overall process and 

when to consult with a NEPA 
specialist 

21 Policy Local cooperation requirements K N 
OJT, PROSPECT #315, Civil 

Works Dev Proc 
Planner's Toolbox 

At each step of the project 
development process, what are the 
non-federal sponsor responsibilities? 

24 Policy Floodplain Management requirements K N OJT, FEMA training courses PGN, ER 1165-2-26, upcoming Planning Bulletin 

Understand analyses needed to 
comply with EO 11988; Suggested 

reading:  "Living with Nature's 
Extremes", "Rising Tide" 

25 Policy 
Real Estate rules and requirements (real 

estate plans, takings analyses, etc.) 
K N OJT ER 405-1-2 PF needs to know what to ask RE for 

28 Policy 
P&G (or new P&R) Accounts evaluation 

procedures 
K N Planning Essentials   

PGN, IWR pubs such as OSE & RED 
Handbooks 

30 Policy 
Technical review process & requirements 

(DQC, ATR, IEPR) 
A N 

OJT, Planner's Toolbox, PCX 
Guild docs 

EC 1165-2-214 
Contribute to writing Review Plans; 

Respond to comments 

32 Policy 
Project approval steps (SMART Planning 

milestones) 
K U 

OJT, Civil Works Dev Proc, 
Planning Essentials 

Planner's Toolbox-SMART Guide, Planning Bulletin 2013-03 
Consider need for locally preferred 

plan approvals  
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33 Policy 
Decision documentation preparation, 

coord & review 
A N OJT, Planning Essentials   

Apprentice works with Journeyman 
to learn these skills 

42 Policy 
Post-authorization planning & review 

procedures 
KA N OJT, Civ Works Dev Proc PGN App G, SPD QMS Processes, ER1165-2-502   

49 Policy Relationships of HQ, ASA(CW), and OMB K U Civil Works Dev Proc   Awareness of roles and relationships 

52 Policy Federal budget process K U Civil Works Dev Proc Budget EC 11-2-206 for FY16 
Minimal knowledge needed to 

understand basic process; continuous 
upgrading needed 

99 Policy CW appropriations process K U Civil Works Dev Proc   
Minimal knowledge needed to 

understand basic process; continuous 
upgrading needed 

53 Policy CW authorization process K U Civil Works Dev Proc   
Minimal knowledge needed to 

understand basic process; continuous 
upgrading needed 

54 Policy Cost allocation (multi-purpose projects) K N OJT, PCC6 PGN App D & E, IWR NED Costs Manual   

99 Policy 
Understanding Vertical Team roles and 

responsibilities 
K N 

MSC/HQ Developmental, CW 
Orientation, Planning 

Essentials 
PGN App H; Planning Bulletins   

99 Policy Identify policy, technical and legal issues A N OJT, OWPR Detail PGN, Planner's Toolbox (Library)   

8 6-Step Determining the Federal interest A N 
Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

PGN (Main, App E & F), Planning Manual 
Identify resource significance 

appropriately for ecosystem projects. 

99 6-Step 
Identifying planning problems & 

opportunities 
A N 

Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

Planning Manual, PGN   

11 6-Step Identifying objectives & constraints A N 
Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

Planning Manual, PGN   

99 6-Step Inventorying existing conditions A N 
Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

Planning Manual, IWR Rpt 2012-R-03, PGN   

10 6-Step 
Forecasting future with and without 

project conditions 
A N 

Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

IWR Report 2012-R-03, Planning Manual, PGN 
This is a multi-disciplinary task to be 

done collaboratively. 

12 6-Step 
Identifying/developing plan formulation 

strategies & alternatives 
A N 

Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

Planning Manual, PGN   
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13 6-Step Screening & evaluating alternatives A N 
Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

Planning Manual, PGN   

14 6-Step Selection of a plan (NED, NER, LPP) A N 
Planning Essentials, Plan Form 
Capstone, PROSPECT 348, OJT 

Planning Manual, PGN 
Locally preferred plans, multi-

purpose projects, differs across 
mission areas 

4 Com 
Communication skills (baseline oral and 

written) 
A U 

LDP, CES Foundation, PA, OJT, 
PROSPECT 91, Army Action 

Officer training, OPM or other 
formal training 

    

26 Com 
Technical writing (reports, white papers, 

etc.) 
A U 

OJT, OPM or other formal 
training 

    

99 Com 
Speaking & Presentation skills (at 

briefings, public meetings) 
A U 

LDP, PA, Toastmasters, 
PROSPECT 91, OPM or other 

formal training, OJT 
  

Some specific communications skills 
can only be acquired on the job, like 
presentation and communication of 
decision information, briefing CGs, 

etc. 

99 Com 
Organizing information for briefings & 

presentations 
A U OJT, PA, PROSPECT 91   

Some specific communications skills 
can only be acquired on the job, like 
presentation and communication of 
decision information, briefing CGs, 

etc. 

99 Com Cultural awareness & sensitivity K N PA, PROSPECT 91, 299, 950   
Dealing with PDT and stakeholders 

appropriately. 

99 Com 
Interpersonal communication skills (oral, 

e-mail, correspondence) 
A U 

OJT, OPM or other formal 
training 

    

99 Com 
Effective use of virtual communications 

technology 
A N 

OJT, Private-sector training 
(Netspeed Virtual Teaming 

course) 
    

17 LM Coordination with other agencies A N OJT, NCTC Courses   
NCTC = National Conservation 

Training Center (USFWS) 

27 LM Team building/management A N 
PA, PROSPECT 383, CES 
Courses, LDP, Emerging 

Leaders 
    

29 LM Scheduling A N PROSPECT #143   
Ability to inform PM regarding 

activities and resources required to 
complete studies. 



36 
 

99 LM Work breakdown structure K N OJT, PROSPECT 143   
Knowledge of cost estimating and 

sequencing of activities. 

99 LM Group facilitation skills A N 

Academic training, OJT, IWR 
Course: Fundamentals of 
Facilitation and Conflict 

Resolution, PCC7, Planning 
Associates Program, Planning 

Capstone 

IWR Conflict Resolution and Public Participation Center 
(www.iwr.usace.army.mil/cpc), Charette Handbook,  

  

99 LM 
Corporate Automated Info Systems 

(CEFMS, P2, QMS, etc.) 
K N OJT   Varies by local organization. 

99 LM Virtual teaming skills A N 
OJT, Private-sector training 
(Netspeed Virtual Teaming 

course) 
    

99 Econ 
NED Analysis (Benefit/cost analysis & 

optimization) 
K N 

Planning Essentials, PCC4, OJT, 
Academic training 

PGN Appendix D & E, NED Manuals   

23 Econ 
Engineering economics (time cost of 

money) 
K N PCC4, OJT, Academic training PGN Appendix D & E, Economics Primer (IWR Report 09-R-3) 

Discounting, amortization, 
annualizing, etc. 

34 Econ 
Cost effectiveness & Incremental cost 

analysis 
K N 

PCC3, PCC4, PROSPECT 348, 
IWR training upon request 

PGN Appendix E, IWR Planning Suite (software, manual, training), IWR Significance 
Reports 

  

51 Econ 
Risk & uncertainty analysis (affects econ, 

H&H, and cost) 
K N PROSPECT #209 & #349 Several IWR Risk Manuals, http://corpsriskanalysisgateway.us/, ER 1105-2-101 

Assessing uncertainty in analyses, 
focus on economics, H&H, cost, etc.; 

Probability of failure analyses, 
economic benefits uncertainty, etc. 

19 Econ Other Social Effects Analysis K N 
OJT, TRAINING GAP?  

Repository of examples? 
IWR OSE Manual (2013-R-03); Other Social Effects: A Primer 

(http://www.iwr.usace.army.mil/Portals/70/docs/iwrreports/2013-R-02.pdf) 

Social vulnerability index (SoVI), 
Environmental Justice; Suggested 

reading:  "Living with Nature's 
Extremes", "Rising Tide" 

99 Econ Regional economic analysis K N 
Planning Essentials, PCC4, OJT, 

Academic training 
RED Manual, IMPLAN software & training, Economics Primer (IWR Report 09-R-3), 

RECONS Corps-certified model 
Need to understand differences 

between NED & RED. 

99 Econ Document project benefits A N Planning Capstone Planning Manual, PGN App E, IWR Significance Reports 
Economic, Environmental, NED, RED, 
EQ, OSE and other types of benefits, 

significance 
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31 Eng 
Project features/management measures 

for each mission area 
K U 

PCC6, Planning Essentials, 
Planning Capstone, Planning 

Associates Program, Academic 
training, OJT 

Planning Community Toolbox 
(http://planning.usace.army.mil/toolbox/processes.cfm?Id=267&Option=Mission), 

USCG, Deep and Shallow Draft Design Manuals, IWR Management Measures 
Digital Library (http://library.water-resources.us/docs/MMDL/ECO/index.asp), 

Coastal Manual, Engineer Pamphlet 1165-2-1, Chapter 13: Flood Damage 
Reduction; need something more from FRM PCX based on PA presentation? 

Knowledge of typical measures for 
each mission area to be used to build 

alternative plans. 

36 Eng Hydrology and flow frequency analysis K N 
Planning Essentials, PCC5, 
PROSPECT #57, Academic 

training, OJT 
  

Understand basic concepts and tools 
used by H&H team members. 
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WƻǳǊƴŜȅƳŀƴ Y{!Ωǎ 
Original 
Order on 
Planners' 

T&D Guide 

Category Description 
Knowledge 
or Ability  
(K or A) 

New or 
Upgraded?    

(N or U) 
Training Method Guidance/Reference/Regs Comments 

15 Policy Cost Apportionment  (cost sharing) KA U 
Civil Works Dev Proc, Planning 

Essentials, PROSPECT PPA Course 
ER 1165-1-31; PGN App E,  PGL 62 

Locally preferred plans, multi-
purpose projects, differs across 

mission areas 

16 Policy NEPA process requirements K U PCC3, PROSPECT ER 200-2-2, PGN App C 
Understand overall process and 
when to consult with a NEPA 

specialist 

24 Policy Floodplain Management requirements K U OJT, FEMA training courses PGN, ER 1165-2-26, upcoming Planning Bulletin 

Understand analyses needed to 
comply with EO 11988; 

Suggested reading:  "Living with 
Nature's Extremes", "Rising 

Tide" 

25 Policy 
Real Estate rules and requirements (real estate 

plans, takings analyses, etc.) 
K U OJT ER 405-1-2 

PF needs to know what to ask 
RE for 

30 Policy 
Technical review process & requirements (DQC, 

ATR, IEPR) 
A U OJT, Planner's Toolbox, PCX Guild docs EC 1165-2-214 

Contribute to writing Review 
Plans; Respond to comments 

33 Policy 
Decision documentation preparation, coord & 

review 
A U OJT, Planning Essentials   

Apprentice works with 
Journeyman to learn these 

skills 

42 Policy Post-authorization planning & review procedures KA U OJT, Civ Works Dev Proc PGN App G, SPD QMS Processes, ER1165-2-502   

55 Policy 
Formulating multipurpose projects (multi-objective 

planning) 
A N OJT IWR Multipurpose Manual, PGN (Main & App E)   

57 Policy 
Interstate, Tribal and international stakeholder 

coordination (policy) 
K N 

OJT, Consulting with Tribal Nations 
course, PROSPECT #950 

Tribal Nations CoP    

58 Policy Policy development & implementation guidance A N 
HQ Developmental, MSC 

Developmental, CoP teams  
    

99 Policy Identify policy, technical and legal issues A U OJT, OWPR Detail PGN, Planner's Toolbox (Library)   

99 Policy 
Financial planning, work-in-kind services, 

partnership with Corps 
K U 

Intro to Civ Works Development 
Process, PROSPECT PPA Course 

ER 1165-2-208, Project Partnership Kit, DCW Cost Defn Memo 
25Aug2011 

Considerations during 
feasibility and PED, Inflated 

fully-funded costs vs constant-
dollar costs, division of 
responsibilities, Integral 

determinations 

99 Policy Climate change policy & implications K N OJT, NRCS training courses 
EC 1165-2-212 (Sea Level Change); USACE Task Force/Working 

Group on Climate Change 

Expect new guidance to evolve.  
Suggested reading:  "Heart of 
Dryness", by James Workman; 
"The End of Abundance", by 

David Zetland 

45 Com 
Documenting policy compliance and technical 

review 
A N OJT, OPM or other formal training EC 1165-2-214   

99 Com Programs support (J-sheets, info papers, etc.) A N 
CW Dev Process, PROSPECT 358 (CW 

Programming Proc), OJT 
Budget EC 11-2-206 for FY16   
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37 LM Conflict resolution processes A N 
PROSPECT 104, LDP, CES Foundation, 

PA, OJT 
IWR Conflict Resolution and Public Participation Center 
(www.iwr.usace.army.mil/cpc), Shared Vision Planning 

Suggested reading:  "Getting to 
Yes" 

38 LM Negotiation skills  A N OJT, Private-sector training 
IWR Conflict Resolution and Public Participation Center 
(www.iwr.usace.army.mil/cpc), Shared Vision Planning 

This is an important skill for 
reaching agreement with 

sponsors, preparing cost share 
agreements, and working with 
agencies and stakeholders -- 
GAP in training opportunities 

50 LM Leadership A N 

LDP, Emerging Leaders, CES courses, PA, 
Flippen, OPM or other formal 

training/developmental assignments, 
mentoring 

    

99 LM Strategic thinking & visioning A N 
CES Advanced, Developmental 

assignments, mentoring 

Campaign Plan, SMART Guide, Scenario Planning Handbook, IWR 
Conflict Resolution and Public Participation Center 

(www.iwr.usace.army.mil/cpc), Shared Vision Planning 

Focused on clarifying what 
decisions need to be made and 

what data is needed.  Using 
appropriate information to 

make decisions. SMART 
Planning context. Consider 

future conditions and 
environment. 

99 LM Risk analysis for planning decisions A N 
PROSPECT #209 & #349; Planning CoP 
Webinar (June 2012, SMART Planning--

The Risk Register) 

Several IWR Risk Manuals, http://corpsriskanalysisgateway.us/, ER 
1105-2-101 

Risk assessment, 
communication & management 
regarding level of information 

needed to make decisions, 
using Risk Register 

99 LM Group facilitation skills A U 

Academic training, OJT, IWR Course: 
Fundamentals of Facilitation and 

Conflict Resolution, PCC7, Planning 
Associates Program, Planning Capstone 

IWR Conflict Resolution and Public Participation Center 
(www.iwr.usace.army.mil/cpc), Charette Handbook,  

  

99 LM Estimating study costs A N OJT, mentoring "PMP Cost Summary Work Sheet" on SMART Guide 
Estimate plan formulation costs 

for PMPs and contracting. 

99 LM 
Corporate Automated Info Systems (CEFMS, P2, 

QMS, etc.) 
K U OJT   Varies by local organization. 

99 Econ NED Analysis (Benefit/cost analysis & optimization) K U 
Planning Essentials, PCC4, OJT, 

Academic training 
PGN Appendix D & E, NED Manuals   

34 Econ Cost effectiveness & Incremental cost analysis K U 
PCC3, PCC4, PROSPECT 348, IWR 

training upon request 
PGN Appendix E, IWR Planning Suite (software, manual, training), 

IWR Significance Reports 
  

51 Econ 
Risk & uncertainty analysis (affects econ, H&H, and 

cost) 
K U PROSPECT #209 & #349 

Several IWR Risk Manuals, http://corpsriskanalysisgateway.us/, ER 
1105-2-101 

Assessing uncertainty in 
analyses, focus on economics, 
H&H, cost, etc.; Probability of 

failure analyses, economic 
benefits uncertainty, etc. 

19 Econ Other Social Effects Analysis K U 
OJT, TRAINING GAP?  Repository of 

examples? 

IWR OSE Manual (2013-R-03); Other Social Effects: A Primer 
(http://www.iwr.usace.army.mil/Portals/70/docs/iwrreports/2013-

R-02.pdf) 

Social vulnerability index (SoVI), 
Environmental Justice; 

Suggested reading:  "Living with 
Nature's Extremes", "Rising 

Tide" 
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99 Econ Regional economic analysis K U 
Planning Essentials, PCC4, OJT, 

Academic training 
RED Manual, IMPLAN software & training, Economics Primer (IWR 

Report 09-R-3), RECONS Corps-certified model 
Need to understand differences 

between NED & RED. 

99 Econ 
Tradeoff analysis with non-monetized benefits & 

costs 
K N 

PCC4, PCC6, OJT, Planning Essentials, 
Planning Capstone 

IWR Planning Suite (software, manual, training); IWR Trade-Off 
Manual 

Multi-criteria decision-making 
(MCDA) 

36 Eng Hydrology and flow frequency analysis K U 
Planning Essentials, PCC5, PROSPECT 

#57, Academic training, OJT 
  

Understand basic concepts and 
tools used by H&H team 

members. 

99 Env Environmental compliance (all applicable laws) K N 
PROSPECT #170 & #398; PROSPECT Env 

Laws & Regs 
ER 200-2-2, IWR Environmental Desk Reference   

18 Env Environmental  mitigation analysis K U PCC3, PROSPECT 348, OJT PGN App C 

Understand how to avoid, 
minimize & compensate for 
environmental impacts and 

formulate and evaluate 
mitigation strategies, impacts 

and benefits. 

20 Env Cultural resources evaluation & compliance K U 
PROSPECT 299 & 950, Planning 

Associates Program, OJT 
Cultural Resources Sub CoP training guide 

Understand constraints and 
requirements associated with 
cultural resources that affect 
plan formulation and project 

scheduling. 

40 Env Endangered species consultation process K N 
PROSPECT (Env Laws & Regs), 
Environmental Considerations 

F&W Coord Act, ESA, Marine Mammal Protection Act   

41 Env Habitat evaluation procedures or equivalent process K U PROSPECT #168, 169, 280, 348; OJT 
Ecosystem restoration gateway (http://cw-

environment.usace.army.mil/restoration.cfm) 

Understand how these 
procedures are used to 
calculate environmental 
benefits for ecosystem 

restoration and mitigation 
planning. 

99 Tools Shared vision models K N OJT, IWR courses IWR Center on SVP (http://sharedvisionplanning.us/)   

99 Cont AE contracting procedures K N PROSPECT #4, OJT   

Developing scope of work, 
independent government estimate, 
negotiation process and overseeing 

AE and service contracts for 

Planning studies as a technical 
point of contact. 
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Original 
Order on 
Planners' 

T&D 
Guide 

Category Description 
Knowledge 
or Ability  
(K or A) 

New or 
Upgraded?    

(N or U) 
Training Method Guidance/Reference/Regs Comments 

54 Policy Cost allocation (multi-purpose projects) K U OJT, PCC6 PGN App D & E, IWR NED Costs Manual   

55 Policy 
Formulating multipurpose projects (multi-objective 

planning) 
A U OJT IWR Multipurpose Manual, PGN (Main & App E)   

56 Policy Briefing ASA(CW) and OMB A N OJT, HQ Developmental Assignment   
Rarely needed outside of 

HQ, but valuable 
experience to have. 

58 Policy Policy development & implementation guidance A U 
HQ Developmental, MSC Developmental, 

CoP teams  
    

50 LM Leadership A U 

LDP, Emerging Leaders, CES courses, PA, 
Flippen, OPM or other formal 

training/developmental assignments, 
mentoring 

    

99 LM Strategic thinking & visioning A U 
CES Advanced, Developmental 

assignments, mentoring 

Campaign Plan, SMART Guide, Scenario Planning Handbook, IWR 
Conflict Resolution and Public Participation Center 

(www.iwr.usace.army.mil/cpc), Shared Vision Planning 

Focused on clarifying what 
decisions need to be made 
and what data is needed.  

Using appropriate 
information to make 

decisions. SMART Planning 
context. Consider future 

conditions and 
environment. 

40 Env Endangered species consultation process K U 
PROSPECT (Env Laws & Regs), 
Environmental Considerations 

F&W Coord Act, ESA, Marine Mammal Protection Act   

99 Tools Shared vision models K U OJT, IWR courses IWR Center on SVP (http://sharedvisionplanning.us/)   

99 Cont AE contracting procedures K U PROSPECT #4, OJT   

Developing scope of work, 
independent government 

estimate, negotiation 
process and overseeing AE 
and service contracts for 

Planning studies as a 
technical point of contact. 
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Appendix C. Career Program 18 (CP-18) 
The Department of the Army Career Program 18 (CP-18) is an online learning program supports the 
training & development needs of Engineers, Architects, Facility Managers, Land Surveyors, Electricians 
and other construction professionals with continued certificate and learning opportunities. CP-18 
includes over 100 job series that are similar in occupational description, but widely varied in functional 
description. CP-18 provides information for the careerist to identify potential career advancement to 
become highly developed and seasoned effectively, while gaining expertise for attaining career goals. 
CP-18 combines the leadership, management, scientific, technical and functional training needed for the 
development of career programs with the relationships already established in the engineers and 
scientists (resources and construction) category. 
 
C.1 Professional Development Model 
The Professional Development Model (PDM) provides a standardized framework and all-inclusive career 

enhancing information to Civilians, supervisors, and personnel managers for the professional 

development of Department of Army Civilian employees. The PDM serves as the professional reference 

for a successful DA Civilian career while providing information and guidance on assignments, 

competencies, leader development, education, and training. A PDM is available for each job series 

within CP-18 by accessing the Army Career Tracker Portal at 

https://actnow.army.mil/communities/community/civilian-cp18.  

  

C.2 Online Training Courses 
CP-18 also offers free online training courses for USACE personnel. To request enrollment in the CP-18 
eLearning program, go to http://www.enterprisetraining.com/ArmyEngSci/ and request access using 
your Corps email address. Once you are enrolled, you can review the course catalog and enroll in the 
course(s) of your choice. As a member of the CP-18 workforce you have access to 40 hours of free 
training, which can be used for accruing professional development hours for various certifications.   

 
C.3 Position Classifications and Standards 
 

Position Job Series       Standards 

Community Planner  0020 0020 Series 

Outdoor Recreation Planner 0023 0023 Series 

Economist  0110 0110 Series 

Geographer 0150 0150 Series 

Historian  0170 0170 Series 

Archeologist  0193 0193 Series 

Biologist; 
Ecologist; 
Botanist; 
Forester; 
Fish and Wildlife Biologist; 
Fish Biologist; 
Wildlife Biologist; 

0401 
0408 
0430 
0460 
0480 
0482 
0486 

0400 Series 

General Engineer; 
Landscape Architect; 

0801 
0807 

0800 Series 

https://actnow.army.mil/communities/community/civilian-cp18
http://www.enterprisetraining.com/ArmyEngSci/
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0000/gs0020.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0000/gs0023.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0100/gs0110.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0100/gs0150.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0100/gs0170.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0100/gs0193.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0400/gs0400p.pdf#page=9&zoom=100,0,0
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0800/gs0800p.pdf
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Architecture; 
Civil Engineering; 
Environmental Engineering; 
Mechanical Engineer; 
Electrical Engineer; 

0808 
0810 
0819 
0830 
0850 

General Physical Science; 
Oceanographer;  
Hydrologist 

1301 
1351 
1360 

1300 Series 

Mathematics and Statistics 1501 1500 Series 

 

  

https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/1300/gs1300p.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/1500/gs1500p.pdf
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Appendix D. Agency Technical Review Certification 
Once Planners reach a certain level of expertise in their field, they can be certified to conduct Agency 

Technical Reviews. ATR certification is available in four categories that coincide with the four sub-CoPs: 

Plan Formulation, Economics, Environmental, and Cultural Resources. All USACE personnel who want to 

be considered for ATR certification must submit a qualifications statement. There is a call for 

applications for ATR certification each year. The following links provide information on each sub-/ƻtΩǎ 

certification process. 

Certification for Plan Formulation Sub-CoP Members 

 

Certification for Economics Sub-CoP Members 

 

Certification for Environmental Sub-CoP Members 

 

Certification for Cultural Resources Sub-CoP Members 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://cops.usace.army.mil/sites/PLAN/planform/Shared%20Documents/Forms/AllItems.aspx?RootFolder=%2Fsites%2FPLAN%2Fplanform%2FShared%20Documents%2FATR%20Certification&FolderCTID=0x0120002E48D0B993804B4491B06F5895F63843&View=%7BF926F4A8%2D59D3%2D4B20%2D962A%2D3E552FC737B5%7D
https://cops.usace.army.mil/sites/PLAN/econ/Shared%20Documents/ATR%20Certification%20for%20Economist%20Documents/Econ%20ATR%20Reviewer%20Certification%20Process%20v1-6.pdf
https://cops.usace.army.mil/sites/PLAN/ER/Shared%20Documents/ATR%20Certification/ENV%20ATR%20Reviewer%20Certification%20Process%20v2.0.pdf
https://cops.usace.army.mil/sites/PLAN/cultural/Shared%20Documents/Agency%20Technical%20Review%20(ATR)/CR%20Sub%20CoP%20ATR%20Certification%20Requirements%20and%20Application%20form%2017%20Jan%202020.pdf
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Appendix E. Water Resources Certified Planner Program  
The National WRCP Program is a framework for developing and sustaining a results oriented, high 

performing planner workforce. The standard to attain status as a WRCP is high. This certification not 

only requires candidates to have taken certain training, but also to demonstrate experience, knowledge, 

and leadership. The WRCP is an individual who has a broad variety of experience and training in the 

Corps planning processes and is capable of leading the most complex water resources planning efforts, 

ATRs, and planning task forces throughout the enterprise. By identifying WRCPs, the Corps can help 

water resource managers match complicated, controversial, and highly visible studies and initiatives 

with a very capable lead planner, no matter where that planner is located. 

Following is a list of resources on the WRCP Program: 

¶ National Water Resources Planning Professional Certification, Planning Community of Practice 
(PCoP) 

¶ Water Resources Certified Planner Program webinar (22 April 2016)  

¶ Water Resources Certified Planner Program page on the Planning Community Toolbox 
 

 

 

  

https://planning.erdc.dren.mil/toolbox/library/Misc/WRCPProcess_v1_0.pdf
https://planning.erdc.dren.mil/toolbox/library/Misc/WRCPProcess_v1_0.pdf
https://planning.erdc.dren.mil/toolbox/webinars/16Apr21-WRCP_Overview.pdf
https://planning.erdc.dren.mil/toolbox/people.cfm?Id=307&Option=Water%20Resources%20Certified%20Planner%20Program
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Appendix F. Planning Associates Program 
 

F.1 Qualifications  
The current Planning Associates Program Handbook, which outlines program goals, objectives, and 

expectations, can be found here.  

 
F.2 Application and Approval Process 

 

 

https://cops.usace.army.mil/sites/PLAN/PAProgram/2020/Forms/AllItems.aspx?RootFolder=%2Fsites%2FPLAN%2FPAProgram%2F2020%2FPA%202020%20Handbook%20and%20Appendices&FolderCTID=0x012000BF176FAB7CDA3849A03B5BD273D6030F&View=%7BA3254597%2DC4E8%2D49A0%2DB322%2DD2AC5A663089%7D



































































